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Presently, many companies are confronted with tribulations while operating in a 
tempestuous business atmosphere; this is combined with the global pandemic, which is 
Covid-19, that has deteriorated the potency of the businesses. The telecommunication 
companies in Malaysia were also affected during these conditions. Therefore, a vital 
stratagem for the telecommunication firms to attain competitive advantage is through 
training programs conducted for all its employees throughout the various sections in the 
organization in order to beat this present obstacle. The objective of this research is to 
uncover if training influences job performance and job satisfaction which are two critical 
factors that guarantee the survival and growth of the telecommunication firms. 
Therefore, to realize the aim of this study, the survey technique is applied to cultivate a 
detailed profile which will be distributed to employees of three leading 
telecommunication cooperates in Malaysia. This study will use quantitative methods to 
generate empirical results and substantiations that responded to the research questions. 
The literature section scrutinized the areas of training, job performance, and job 
satisfaction to fill the gap and to determine the influence of training programs on job 
performance and satisfaction of employees. Therefore, the findings of this study could 
perhaps aid other corporations in Malaysia to instil continuous and well-planned training 
programs and not to take for granted the significance of training to improve job 
performance and satisfaction during the times of environmental turbulence. Thus, this 
could ensure that competitive strength is unceasingly maintained in the 
telecommunication firms in Malaysia. 
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This study was undertaken in three well-known telecommunication companies which 
were established in Malaysia to furnish the people of Malaysia with the latest 
telecommunication technologies and networks. Currently, these large corporate 
telecommunication companies are confronted with intense rivalry and crisis. 
Furthermore, the Covid-19 pandemic has made business more awful with the 
government's decision to initiate a lockdown. In this situation, either the companies exist 
by being better than their rivalries in terms of cost factors, or they could form a temporary 
monopoly gain that allows the companies to establish a price, rather than being 
constrained by the market condition. Therefore, monopoly is a brilliant measure the 
companies could adopt when there is severe government deregulation. This indicates 
that for long-term dominance in the market place, these companies could gain efficiency 
through job performance and job satisfaction of their employees. At the company level, 
there is an agreement that a more organised and comprehensive employee training was 
crucial to improving the employees' job performance and satisfaction. Therefore, training 
is viewed as a logical strategy to gain efficiency (Goldstein & Ford, 2002) in (Khawaja & 
Nadeem, 2013). Additionally, training is central in meeting the managerial challenges 
and in achieving the highest returns in venture investments according to (Fard & Nda, 
2013; Salah, 2016; Putra & Chandra, 2017; Huang, 2019). Consequently, as a way to 
overcome these tempestuous challenges, the corporate leaders of these 
telecommunication corporations comprehend that training as their most significant 
strategy to enhance the job performance and the job satisfaction of their employees. 
 Furthermore, the leaders of these telecommunication firms concede that training 
is the most suitable method to amplify workers' job performance and job satisfaction. 
Thus, this has resulted as the best motive for the author to analyse as to whether the 
training programs conducted was significant for the job performance and job satisfaction 
of the employees in these three telecommunication companies. Many researchers, such 
as (Nassazi, 2013; Afroz, 2018) have attempted to understand the quantifiable outcomes 
of training conducted in organisations. It was noted that generally, training programs are 
measured at the reaction level, for instance, the research conducted by (Lee & Ming, 
2007). In some cases, researchers such as (Rajeev et al., 2009) only researched at the 
learning level, such as pre-test and post-test of the training program. Regrettably, these 
studies only evaluate trainees' feelings and knowledge acquired; they do not weigh the 
significance of the emotions, behaviours and knowledge that generates job performance 
and job satisfaction. According to (Karim et al., 2019; Sandamali et al., 2018; Sanchez et 
al., 2003) the outcome, that is significant to a firm that invests in training programs are 
related to its organisational performance and productivity which the organisation will be 
able to achieve through its employees' job performance and job satisfaction.  
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 The central aim of this study is to scrutinise the associations between the 
independent variable (training program conducted) and the dependent variables job 
performance (Mahmood et al., 2018; Swaminathan et al., 2019) and job satisfaction 
(Cascio, 1995; Latif, 2012; Imran & Tanveer, 2015; Ahmed et al., 2016; Sri Dhurgah et al., 
2018).  
 This study can be extremely valuable for scholars as well as practising 
administrators and directors who foresee that training programs provided to employees 
are a strategy that would allow the employees and the organisation to get ready. They 
may also be able to overcome the tribulations that exist in the business atmosphere, 
especially when businesses are reopened after the long lockdown period due to the 
Covid-19 pandemic. The newest shreds of evidence from this study could be an 
inspiration to practising administrators and directors to amplify their employee's job 
performance and job satisfaction which in turn would lead to organisational performance 
and enhance its productivity through well-planned training programs. As a result, 
positive social change could emerge if the independent variable, which are the training 
programs conducted in the telecommunication companies becomes significant for the 
dependent variables which are employees' job performance and job satisfaction. 
 
2. Literature Review 
 
This literature review is vital to furnish the present situation on knowledge and matters 
of interest to the research. Numerous significant and relevant theories and ideas are 
illuminated in this section. 
 
2.1 Training  
A business organisation could achieve its strengths when its employees attain 
performance and satisfaction in their jobs. To gain the highest level of performance and 
satisfaction, the employees must be subjected to proper training as elucidated by (Kapur, 
2018; Rodriguez, & Walters, 2017; Salah, 2016; Mozael, 2015; Kum et al., 2014; Maimuna 
& Fard, 2013). Additionally, training has been acknowledged by many research scholars 
and managers as the main ingredient for the success of an organisation and its 
management (McDowall & Saunders, 2010). Training at its best is an array of methods 
intended to uninterruptedly create knowledge skills and abilities as well as improve 
organisational logics, and this is inclusive of the training itself (Blanchard & Thacker, 
1999; Vasudevan, 2014; Mozael, 2017; Sri Dhurgah et al., 2018; Huang, 2019). Based on 
scholars, (Frost, 2019; Dessler, 2010; Cole, 2002), training is a learning process to procure 
improved expertise and knowledge that is required to accomplish tasks in an 
organisation. Furthermore, (Engetou, 2017) mentions that training leads to higher 
productivity (Osborne & Hammoud, 2017) as well as safety in the organisational 
manoeuvres (Katz, 2020). Besides, (Vasudevan, 2014; Singh and Mohanty, 2012; Tzafrir, 
2016; Nunvi, 2006) mention that, training is employees’ involvement that is well thought 
out in order to generate higher employee performance. This means that it enriches an 
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employee’s efficiency and eventually yields organisational success (Alnawfleh,2020). On 
the other hand, (Lerman et al., 1999; Billikopf, 2003), indicate that when training is 
provided to the employees’ of an organisation time is just wasted and results in adverse 
consequences whereby the employees need to adapt and struggle with the new tasks 
handed to them after the training is completed. This belief is contradicted by (David et 
al., 2005; Jenks et al., 2007) who elucidate that employees can gain new knowledge, 
expertise and capabilities through well organised and planned training programs. 
Additionally, the knowledge imparted during training by the trainer and the experience 
shared with other trainees’ may eventually enhance job performance (Karim et al., 2019) 
and create job satisfaction (Gobal et al., 2018). Therefore, the need for training programs 
in large corporate organisations is to bring about changes in the employees’ attitudes, 
performance, motivation and satisfaction as well as their perspective of the organisations 
(Sri Dhurgah et al., 2018; Huang, 2019). This means that it is even more critical when new 
employees are recruited, as they are expected to make perfections in the performance of 
their jobs. Training programs not only create awareness of the organisation’s goals but 
also generates a sense of job satisfaction for new employees (Varshney, 2019). 
Additionally, well-planned training programs also develop positive thinking and 
encourages employees to initiate changes to overcome challenges and finally enhances 
their performance and creates greater satisfaction throughout their career (Karim et al., 
2019; Swaminathan et al., 2019; Sandamali et al., 2018).  
 Training programs are imperative for some novice employees in large corporate 
organisations who are unaware of the required performance level in their jobs. Through 
training programs, the employees will be able to procure absolute knowledge and skills 
thus building and strengthening precise areas of their jobs which will ultimately create 
confidence, performance and satisfaction in their careers (Kapur, 2018). Therefore, 
corporate organisations will be able to operate much more competently. The organisation 
will then be able to achieve its vision and generate profits when the trained employees of 
the organisation display high levels of performance (Nassazi, 2013; Sandamali et al., 2018; 
Swaminathan et al., 2019) and continuously exhibit satisfaction (Tzafrir, 2016; Huang, 
2019).  
 
2.2 Job Performance 
An individual’s performance is extremely vital for an organisation’s well-being. When 
performance in tasks are achieved, an employee will feel the attainment of self-efficacy 
and mastery of their skills and knowledge. Many scholars agree that job performance is 
a multi-dimensional theory. This means that when an employee is subjected to action at 
work, whereby the action here is training. Then this action translates to performance 
(Afroz, 2018). This can be supported by (Asim, 2013; Sandamali et al., 2018; Karim et al., 
2019) who elucidate that an employee’s job performance is dependent primarily on the 
training program they received. Brown (2008); Baldwin (2008) and Sila (2014) has termed 
job performance as how applicably an employee accomplishes assignments as well as the 
attitude with which the employee performs the activities excellently and competently. 
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Additionally, (Nassazi, 2013; Huang, 2019) mention that job performance is the effect of 
an individual’s scheme, result, association, and triumphs. Furthermore, (Nassazi, 2013; 
Sandamali et al., 2018; Swaminathan et al., 2019) has revealed that an employee becomes 
extremely stimulated when there is an enhancement in the level of efficiency. 
Additionally, according to (Sandamali et al., 2018; Swaminathan et al., 2019), the 
unpretentious way of utilising the latest technologies has demonstrated the existence of 
job performance. This account can be further reinforced by research undertaken by 
(Halawi & Haydar, 2018) in Lebanon that training programs executed well in 
organisations will inspire the etiquette of workers and their aptitudes to accomplish the 
tasks competently and industriously. Another finding which supports the notion that 
training has a strong positive relationship with employee performance is research 
conducted in Sri Lanka in the apparel organisations by (Sandamali et al., 2018). To 
corroborate this even further, (Diamantidis & Chatzoglou, 2018) also have found that 
training has become very significant for the achievement of job performance. This will 
infuse the essential proficiencies desirable to embark on various assignments assigned by 
the management of an organisation. Contradictory to these findings, a research 
conducted in Britain by (Jones et al., 2008) uncover that the training programs conducted 
and its relationship to employee performance is complicated. According to (Jones et al., 
2008), the performance of the employees depends on the types and volume of training 
programs provided. Another research can further substantiate this finding conducted 
more recently in Malaysia in some private companies by (Shafiq & Hamza, 2017). They 
have discovered that training has an insignificant impact on employee performance. 
Thus, there is a gap that needs to be addressed and filled on the significance of training 
on job performance. 
 
2.3 Job Satisfaction 
Job satisfaction is a concoction of the positive and negative emotions that employees have 
towards their job, and it is a subjective viewpoint of the feeling that employees have about 
their job (Cherif, 2020; Abuhashesh et al., 2019; Robbins & Judge, 2013). Employees’ sense 
of accomplishments and triumph of the assignments given by the management is 
considered as job satisfaction (Fontova-Almato, 2020). When an employee attains job 
satisfaction, this precedes to a promotion, recognition, higher salary which eventually 
steers to a sense of fulfilment (Zalk et al., 2016; Anwar & Shukur, 2015). Based on (Latif, 
2012; Sharma & Chandra, 2013; Varshney, 2019), job satisfaction is the enviable or 
unenviable sensation that an employee has about his or her profession. This is a, very 
personal matter, as satisfying elements for one employee might not act as a pleasing 
feature for another employee, according to (Rowden & Conine, 2005). Additionally, 
(Maurer and Lippstreu, 2008) mention that one of the functions of human capital that 
aids in shifting workers personality is the support in terms of personal development. This 
must be enforced by the administration or corporate leaders as it precedes to employees’ 
job satisfaction. Besides, (Garcia-Bernal et al., 2005; Vasudevan, 2014; Tzafrir, 2016; 
Huang, 2019) elucidate that training defines personnel satisfaction which enhances 
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efficiency and subsequently lowers dissatisfaction in jobs. Latif (2014) discovered that for 
an organisation to realise organisational performance, it has to undertake the essential 
steps that elevate the job satisfaction of individuals in an organisation. According to 
(Gazioglu & Tansel, 2006) the most efficient measure is by conducting training programs 
which precede to the job satisfaction of the individuals in the company. Additionally, to 
reinforce this account, research undertaken in America indicates that training programs 
heightened the competencies and impetus of the employees. Subsequently, this increased 
the job satisfaction of workers (Community Banker, 2001). Furthermore, (Siebern-
Thomas, 2005) researched thirteen countries in the European Community Household 
Panel and unearthed that the relationship between workplace training and job 
satisfaction is positively correlated. A more recent research conducted by (Abuhashesh 
et al., 2019) in Jordan further revealed that there is a positive relationship between 
training and job satisfaction. This discovery is reinforced by (Vasudevan, 2014) who 
elucidated that training programs conducted amplifies job satisfaction of workers. 
Therefore, these shreds of evidence suggest that companies which disregard training 
programs as a strategy will not be able to realise an ideal level of workers’ job satisfaction 
and additionally would be subjected to high dissatisfaction, low morale and finally high 
turnover. In contrast, research conducted by (He et al., 2015) illustrates that the 
relationship between training and job satisfaction is not strong. Another contradicting 
finding was a study conducted by (Yi An, 2016) in the United States of America, who has 
discovered that there was not enough evidence to prove that there is a significant 
relationship between training and job satisfaction. Thus, there is a gap that needs to be 
addressed and filled on the significance of training on job satisfaction. 
 
3. Conclusion  
 
The main motive of this study was to ascertain the relationship between the training 
programs conducted in three prominent telecommunication companies in Malaysia and 
its effect on job performance and job satisfaction. The findings of this study will help to 
narrow the gaps presented in the literature. From the literature, it is evident that training 
has an impact on the employees’ job performance and job satisfaction as found in various 
researches conducted previously by (Fontova-Almato, 2020; Asim, 2013; Sandamali et al., 
2018; Karim et al., 2019; Latif, 2012; Sharma & Chandra, 2013; Varshney, 2019). This 
enlightens by exposing to the researchers that all workers should undertake the essential 
training programs which would equip them with the proper knowledge, aptitudes and 
mindsets, so that job performance and job satisfaction are realized and heightened as 
elucidated by (Fontova-Almato, 2020; Diamantidis & Chatzoglou, 2018; Vasudevan, 
2014). On the other hand, there are also contradicting remarks and findings with regards 
to the outcome of training, which indicates the insignificance of training towards job 
performance and job satisfaction. As there exist conflicting facts about the impact of 
training on job performance and job satisfaction, thus, it is crucial to conduct this research 
to find out whether the effects of training is significant to the job performance and job 
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satisfaction of the employees in the telecommunication companies in Malaysia. If it was 
found to be substantial, then the employees should be unceasingly exposed to training 
programs to attain personal advancement in their organization. This will ensure the 
employees’ performance standards and their morale is high as mentioned by (Huang, 
2019). Additionally, if there is proof from this study that training effects and are 
significantly correlated to job performance and job satisfaction. As such, the 
telecommunication companies in this study could continuously instil various training 
programs to subsist and succeed even during times of trials such as during the Covid-19 
pandemic currently encountered by many companies around the world inclusive of 
Malaysian cooperations. 
 
3.1 Expected Contributions of the Study 
The consequences of training programs conducted in organizations cannot be 
undervalued (Katz, 2020; Fontova-Almato, 2020; Abuhashesh et al., 2019). Training 
programs are needed at all level in the organization because it brings about an 
enhancement in employees’ knowledge and skills; which in turn creates performance, 
satisfaction as well as higher productivity (Frost, 2019; Engetou, 2017; Huang, 2019; 
Karim, 2019).  
 This research will be beneficial for academics, managers, trainers, and human 
resource practitioners to understand how training could strengthen employees’ 
performance as well as instil satisfaction which in turn enhances the organizational 
performance. Additionally, this research is vital because various organizations in this 
modern and turbulent business environment are endeavouring to attain a competitive 
edge and there is no way this can be achieved without increasing employees’ 
competencies, capabilities, skills and knowledge through sufficient training programs. 
Furthermore, this research outcomes will help the management of not only the 
telecommunication companies but also companies in various other business sectors to 
identify the effects of training on employees’ performance and satisfaction hence 
establish the regions where perfections through training programs are needed. It will also 
help the managers in planning for the enhancement and execution of effective and 
efficient training needs that will lead to increased performance, satisfaction and 
productivity for both the employees and the organization as elucidated by (Swaminathan 
et al., 2019; Sandamali et al., 2018; Salah, 2016; Putra & Chandra, 2017; Huang, 2019). The 
researchers of this study are optimistic that the contribution of this research will be of 
great value to academics, managers, trainers and leaders or anyone who is fascinated in 
the topic of training and learning. Moreover, the findings of this research may become a 
foundation for a theoretical framework for future heuristic studies on training. Besides, 
this study may also become a cradle of revelation to various academics and trainers in 
developing a practical approach to training.  
 Finally, it can be deduced that the findings from this research and the 
corroborating literature will contribute tremendously to the employees of the 
telecommunication companies, its trainers, managers and academics in terms of 
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presenting valuable inputs and knowledge of exactly how and why training is substantial 
to achieving job performance and job satisfaction and in turn bringing about social 
change. 
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